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Abstract 
Job satisfaction is a frequently used construct studied in the organizational psychology, being considered to have a direct 
influence on the working quality of the employees’ of an organization. The leader’s personality does not only impact the 
performance, but also the job satisfaction of the subordinates. The present study proposes to verify three hypothesis: 1. 
Showing the connection between different sides of job satisfaction and personality profile of the subjects with leading 
positions 2. Evaluating the efficiency of a certain coaching type addressed to top managers by analyzing the level of 
satisfaction of their subordinates and 3. Identifying personality treats specific to leaders who generate satisfaction among their 
team. 
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1. Introduction and theoretical perspectives 
Job satisfaction is a frequently studied construct in organizational psychology (Templer, 2012; Vercelino, 
2008) being considered to have a direct influence on the employees’ work in an organization.  
Job satisfaction is an attitudinal variable which is determined by the quality of working conditions of an 
organization and which, at its turn, determines a series of consequences at the level of employees’ behavior, such 
as: absenteeism, work involvement, loyalty towards the company (Cooper-Hakim & Viswesvaran, 2005), work 
performance (Judge, Thoresen, Bono, & Patton, 2001) .  
Professional satisfaction can be defined as a positive affective reaction of the employees, determined by 
accomplishing the labor requests (Vercelino, 2008), a feeling of content that employees obtain after working in 
an organization.  
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The studies conducted in several organizations emphasized mostly the situational factors (Templer 2012), 
related to working place features.  
However, there is another series of studies (Templer, 2012; Avolio i Bass, 2004) showing that working 
satisfaction is also related to the personality factors of an individual. Templer (2012) exposes possible causal 
explanations of this relation as a result of analyzing recent research in professional literature: on one hand, a 
certain personality pattern influences selecting a specific job, and on the other hand, the personality profile 
influences the reaction mean itself (emotional, behavioral) of the individuals to working conditions.  
In Templer’s studies (2012), job satisfaction is positively correlated to a series of Big Five personality factors, 
such as agreeability and consciousness and negatively to neuroticism. Empathetic, sociable, cooperative, 
optimistic, trust-worthy, well self-controlled and organized employees will obtain, according to Templer’s results 
(2012), a higher level of job satisfaction.  
Job satisfaction is influenced by both employees’ personality profile and the manager’s leadership style and 
implicitly, by the team leader’s personality (Yun et al. 2007).  
The actual studies emphasize transformational leadership (Sîntion & Iliescu, 2008, Iliescu et al. 2007), 
considered to determine a higher work involvement of the employees and a high satisfaction among them (Yun et 
al. 2007). 
Studies conducted in several organizations (Avolio i Bass, 2004) have shown that extraversion and 
agreeability predict transformational leadership. In other words, inefficient leaders are characterized by low 
amiability, doubtful consciousness and a very low openness towards experience. Also, studies (Avolio i Bass, 
2004, pp. 180 - 181) suggest that neurotic, emotionally unstable leaders, lacking self-control, are less likely to 
manifest transformational attitudes and behavior.  
In Romania, correlation studies have been conducted having leadership behavior and personality as variables 
and using the Multifactor Leadership Questionnaire (MLQ) to evaluate leadership styles and the California 
Psychological Inventory (CPI-260) to evaluate personality (Iliescu et al, 2007).  
The results have revealed the fact that motivational inspiration, specific to transformational leaders is more 
likely to be found among dominant, active, assertive, sociable, verbally fluent people (Iliescu et al, 2007). In 
addition, motivational inspiration manifests more powerfully for people who prefer working in structured 
environments, where standard working procedures are well acknowledged. Individual appreciation (another part 
of the transformational leadership) is associated to active, assertive and dominant people, but who also show 
empathy and tolerance (Iliescu et al, 2007). 
Transactional leaders are less tolerant people, less flexible and less creative. Leaders who prefer a passive or 
avoidant style are introverted people, who lack assertiveness, who cannot handle social situations well and lack 
self-perceived intellectual efficiency and verbal fluency.  
In conclusion, extraverted, socially involved people, with a high degree of socialization and maturity are more 
likely to manifest transformational features (Iliescu et al, 2007) and also, generate more satisfaction for the team 
they coordinate.  
2. Sample and procedure 
The sample consisted of managers and their subordinates from diverse hierarchical levels: 64 middle and top 
managers (52% male, 48% female)  and  431 employees without leading positions (44% male, 56% female). 
Forty percent of these participants were below 30 years of age, 37% were between 30 and 39, 17% between 40 
and 49,  and 6  % were  50  or  older.  The  study involved all  the  employees  of  a  retail  company from Bucharest,  
Romania, who had more than 3 months of experience in the company. Participation was completely voluntary 
and the results were kept confidential. 
The study was conducted between February 2011 and February 2012. The first step of the study consisted of 
diagnosing the level of satisfaction of all employees and determining the personality profile of the ones of leading 
positions. In the second phase, depending on the results of the satisfaction questionnaire and the importance of 
92   Alexandru Mihalcea /  Procedia - Social and Behavioral Sciences  78 ( 2013 )  90 – 94 
the department for the company’s image in front of its clients, two top managers have been chosen to participate 
in a coaching program.  
The coaching program attended to optimize specific components of transformational leadership (Iliescu et al., 
2007; Sîntion & Iliescu, 2008):  
 communicating to subordinates, which is a component of the Inspirational Motivation (Iliescu et al., 2007), 
operationalized by transmitting information correctly and on time, giving feed-back and active listening. 
 delegating tasks and equitably evaluating performances, and also involving employees in decision taking on 
the department level, which are components of Intellectual Stimulation and Individual Appreciation  (Iliescu 
et al., 2007).  
The coaching program was structured on 25 individual sessions every two weeks, from April 2011 to February 
2012.  
At the end of the intervention (February 2012), the job satisfaction of all employees was re-evaluated.  
3. Measures 
To investigate personality, we used one of the most well-known instruments in the professional literature: CPI 
260 adapted and validated on the Romanian population (Pitariu et al, 2006). 
Job satisfaction was investigated using an 87 items questionnaire, distributed on 12 dimensions: 
 perception of employees over their work  (Cronbach alpha reliability was .77),  
 work relationships (Cronbach alpha reliability was .75), 
 internal motivation (Cronbach alpha reliability was .84), 
 managing style of the direct chief (Cronbach alpha reliability was .93), 
 managing style of the top manager (Cronbach alpha reliability was .87 ), 
 equity of evaluation (Cronbach alpha reliability was .89), 
 identification with the organization (Cronbach alpha reliability was .82), 
 involving employees in decision making (Cronbach alpha reliability was .78), 
 professional development (Cronbach alpha reliability was .85), 
 workplace stability (Cronbach alpha reliability was .63), 
 formal communication (Cronbach alpha reliability was .79) and 
 the resource-request report (Cronbach alpha reliability was .82).  
The satisfaction questionnaire was built based on Ticu Constantin’s theory (2008) on organizational climate, 
which is funded on a meta-analysis of the professional literature on organizational climate and culture.   
A confirmatory factor analysis on the data of the satisfaction questionnaire demonstrated acceptable fit to the 
observed covariance matrix for the twelve-factor model:  2(3588, N= 979) = 10835.04, p < .001 (GFI = .92; CFI 
= .93; RMSEA = .04). 
4. Results 
The present study proposes to verify three hypothesis: 1. Showing the connection between different sides of 
job satisfaction and personality profile of the subjects with leading positions 2. Evaluating the efficiency of a 
certain coaching type addressed to top managers by analyzing the level of satisfaction of their subordinates and 3. 
Identifying personality treats specific to leaders who generate satisfaction among their team.  
For the first hypothesis, there were identified statistically significant correlations for 6 out of 12 sides of 
professional satisfaction with personality factors (Table 1) 
From the results presented in Table 1, we may notice that employees characterized by self-confidence (Lp), 
sociability (Sy) and assertiveness (Do) tend to be more satisfied by the communication means from the company 
and by the collaboration with their work team. Also, employees who are ambitious (Cs), firm (Do), dashing (In) 
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and prefer structured, well defined work environments (Ac), tend to be more satisfied by the company’s 
involvement in managing and solving their own problems, fact which confirms the results obtained by Templer 
(2012).  
Table 1. Means, standard deviations and Correlations – semnificative results only 
 
Assertive employees (Do) who finish tasks on their own (In) tend to be less satisfied with the work volume 
they are confronted with during the program.  
Personality treats associated with a high degree of satisfaction, on different areas, as they have been previously 
presented, represent a specific profile of transformational leaders (Iliescu et al, 2007). 
 
The second hypothesis sights the efficiency of the coaching addressed to management in improving the 
satisfaction degree of the coordinating team. The satisfaction level of the employees who are part of the two 
leaders’  teams  was  evaluated  at  the  beginning  of  the  coaching  period  and  also  at  the  end  of  it.  For  these  two  
teams, the general degree of job satisfaction was increased, but without being statistically significant. We must 
emphasize that the level of satisfaction for all the other seven teams of the company that were not involved in the 
coaching program, decreased (in February 2012 compared to April 2011).  
Among the teams whose leaders benefited from the coaching program, statistically significant differences 
were registered for certain sides of professional satisfaction at the end of the mentioned program compared to the 
beginning of it. Thus, the employees have become more satisfied with their direct chief’s managing style [F(1, 
252) = 10.487, p <.01, p2= 0.04], with the equity of evaluation [F(1, 252) = 26.285, p <.001, p2= 0.10], with 
their involvement in decision making [F(1, 252) = 9.498, p <.05, p2= 0.04], with the formal communication 
within the department [F(1,118) = 4.405, p <.05, p2= 0.04] and with the professional development opportunities 
offered by the manager [F(1, 118) = 6.814, p <.05, p2= 0.06]. 
To verify the last hypothesis of the present study a hierarchy was made within the nine teams in the company 
according to the general level of job satisfaction. A qualitative comparative analysis was made between the 
 
Dominance 
(Do) 
Capacity for 
status (Cs) 
Sociability 
(Sy) 
Independence  
(In) 
Self-Control 
(Sc) 
Achievement 
via 
Conformism 
(Ac) 
Leadership 
(Lp) 
 Mean SD 
Mean SD Mean SD Mean SD Mean SD Mean SD Mean SD Mean SD 
24.9 4.38 15.6 3.56 18.6 2.54 17.0 2.16 17.8 3.39 23.9 3.32 31.5 3.98 
1. Employees’ 
perception on their 
work 24.5 2.88 - - - 
.343 
p=.05 - - - 
2. Relationships at work 22.8 4.19 - - - 
.377 
p=.03 
-.338 
p=.05 - - 
3. Top managing style 18.2 3.85 - - - 
.350 
p=.05 - - - 
4. Identification with 
the organization 23.6 3.45 
.453 
p=.005 
.357 
p=.01 - 
.418 
.012 - 
.359 
p=.04 - 
5. Formal 
Communication 25.6 3.71 
.420 
p=.01 - 
.400 
p=.01 
.401 
p=.01 - 
.390 
p=.02 
.403 
p=.01 
6. Resources-requests 
report 16.1 5.09 
-.480 
p=.02 - - 
-.431 
p=.009 - - - 
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personality profile of the leaders in the first and last three teams (the general level of satisfaction is different 
between the nine teams by F(9, 485) = 9.303, p <.01, p2= 0.14) 
The leaders whose subordinates are more satisfied by their job, as opposed to the leaders whose teams are less 
content, are characterized by openness towards others, to new activities and by accepting other people’s opinions 
that are different from their own  (CPI260 scales: To, Fx). These leaders are also more motivated by less 
structured contexts (CPI 260 scales: Ai, Ct), which allow them to reveal their own leading strategies. 
The leaders of less satisfied teams preferred following clear procedures in problem solving (CPI 260 scales: 
Ac, Fx), are oriented to obtaining results and tend to assert their own point of view in spite of their subordinates 
(CPI 260 scales: Do, Cs). 
5. Discussions  
Professional literature (Iliescu et al., 2007) assigns to transformational leaders a high level of dominance, 
orientation to structured environments, activism, sociability and openness to experience. In addition, the teams of 
transformational leaders are expected to register a higher level of job satisfaction (Iliescu et al., 2007). This fact is 
partially confirmed by our results referring to the leaders of the more satisfied teams, but, as opposed to the 
professional literature description, we found these leaders to be more flexible, to manage better the occurring 
changes and to show a medium level of dominance by letting others take their own decisions.  
Our study suggests that the job satisfaction is correlated especially with dominance, independence and 
achievement via conformism for the subjects with leading positions. Moreover, we identified a leaders` 
personality profile which is likely to generate satisfaction among the team. The personality traits specific to this 
profile were tolerance, flexibility, creativity and achievement via independence. 
We validated a 25 sessions coaching program addressed to top managers in order to increase the work 
satisfaction of the team. The coaching program is focused on improving the communication and the autonomy of 
the employees. 
One of the limitations of the present study comes from the sample size and structure. In the future, managers 
and employees from more companies will be included, with different activity profiles and the coaching program 
will be extended, fact that will allow detailed statistical analysis, with a higher degree of trust.  
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